Introduction
Organizational Citizenship Behavior (OCB) is a discretionary behavior of employees which contributes to effective functioning of the organizations. It is one of the most important variables in organizational context and previous research findings revealed its influential role in organizational performance and employees' well-beings (Zhang & Agarwal, 2009 ). An Organization's performance depends upon the quality of human resources. Variables such as OCB and OJ safeguards the employment of employees especially in situation where downsizing is being made on account of economic recession (Phillip M Podsakoff, MacKenzie & Organ, 2006) as those employees are retained whose level of OCB remained high. Altruism and courtesy are the two levels of OCB through which a meaningful, supportive, and friendly working environment is created and organizational productivity is enhanced (Phillip M Podsakoff et al., 2006). In addition, conscientiousness and civic-virtue of employees develops social capital; a sense of organizational belongings among employees; strengthens institutional life. Employees who display OCB at their workplace assist their colleagues having heavy workloads regardless of accomplishing their own assigned tasks. Such behavior of employees develops a friendly working environment which in turn develops a sense of belonging with the organization (Sepeng, 2016 #794}.
Podsakoff (2006) argued that employees who display high levels of OCB at their workplace are more likely to get better performance rewards in the form of incentives, bonuses, and/or certificates of appreciation from their employers. Such non-monetary rewards like letters of appreciation push them upwards in their career path in the form of promotion and award of higher scale/grade. The employees displaying high levels of OCB keep them engaged in organization progress and avoid complaining about trivial matters. A study concerning the predictors of OCB needs to be conducted so as to safeguard and improve the culture of
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citizenship at the organizations (Chen, Wu, Chang, Lin, Kung, Weng & Lee, 2015). Based on research findings for the last four decades, some studies have indicated that biographical variables have significant impact on workplace environment and resultantly promote the overall organization's performance. These factors have positive spreading effects on wellbeing of employees and organization (Zhang, 2009; Sepeng, 2016) . In the context of direct effect of OCB and OJ on the employees themselves, research findings showed that leaders and immediate supervisors give high ratings to those subordinates who display more OCB at their workplace and thus they receive greater opportunities of better careers (N. P. Podsakoff, Whiting, Podsakoff, & Blume, 2009). Both gender and age may affect the level of OCB in an organizational set up. Individuals' age is one of the most widely researched variables in organizational context. With regard to working behavior, it has a significant impact on OCB on the ground that younger employees view the organizational assignments differently than the older employees (Wagner & Rush, 2000) . Gender is an important element that has close relationship with OCB. Scholars have stated that demographic features have significant effect on the OCB (Khan, Abbas, Gul, & Raja, 2015). Today's organizations are more conscientious about the norms of their organization and always working and thinking for the wellbeing of their organization. Along with that OCB, work environment is another essential factor that influences the performance of employees (Park, 2018; Bolino, Klotz, Turnley, Harvey, 2013).
Organizational Citizenship Behavior
The concept of OCB was initially introduced by Chester Barnard in 1930 and later in 1938 he termed it "extra-role behavior". This term attracted attention of scholars and introduced the term "citizenship" for the workers who represent extra-role behavior in their respective workplace (Katz, 1964) . Leaders give regards to such working behavior of their subordinates on account of its contribution towards effective functioning of organizations (Bratu, 2015) . Smith, Organ, & Near (1983) bifurcated such working behaviors of employees into two classes i.e. general compliance and altruism. Bateman & Organ (1983) redefined the term "extra-role behavior" as a "spontaneous and innovative" behavior and identified "in-role behavior" as technical performance required by the job which is acceptable to management.
Organizations may enforce employees for certain output which might require the job beyond the prescribed limit and in turn the organization acknowledges such extra-role behavior (Bolino, Hsiung, Harvey & LePine, 2015). According to Organ (Organ, 1988) , OCB is the work related behavior of employees that goes beyond the prescribed job description regardless of obtaining any formal reward. However, such working behavior of employees contributes towards effective functioning of organizations. OCB contributes to the survival of organizations in efficient manners besides promoting the welfare of co-workers and work group (Organ, 1988) . Research findings revealed that OCB plays a crucial role in effectively running the organizational affairs that further ensures quality productivity in overall organizational performance (Hunt & Morgan, 1994 introduced its construct comprising five levels: altruism; conscientiousness; sportsmanship; courtesy; civic-virtue (Organ, 1988) .
Organizational Justice
Organizational justice in terms of fair treatment with employees has a significant effect on their working behavior at the workplace (Fournier, 2008; Sparrow & Practice, 2005; Kandlousi, Ali, Abdollahi, Management, 2010; Chan & Lai, 2017). Through fair decision allocations, the managers might be able to obtain optimum employee expectations of performance outcomes as well as organizational commitment and employees' attachments with their organizations may be improved when they feel and observe appropriate decision-making criteria. Wish for fair treatment is a universal human value and plays a very significant role in daily routine matters i.e. even an unfavorable decision is accepted to an individual provided its procedure is based on fair and unbiased 
Research Objectives
Following were the main objectives of this study: 
Method Design
This study investigated the effect of age and gender on AL and OCB in HEIs of Khyber Pakhtunkhwa, Pakistan. A survey (Roncesvalles & Sevilla, 2015) was used in this research study for data collection. A survey approach allows the researcher to obtain direct information from the participants (Brink, 2006 
Sample
The following universities across the province of Khyber Pakhtunkhwa from all of the seven (07) administrative divisions were selected for this study as shown in Table 1.
The first stratum consisted of leaders such as Deans, Directors/Chairpersons, Principals, Head of Administrative Section or equivalent. The second stratum consisted of followers such as Professors, Associate Professors, Assistant Professors and Lecturers and non-teaching staff bearing BPS-17 & above or equivalent as indicated in Table 2 . The participants were sampled based on convenience sampling technique. Convenience sampling technique is a non-probability sampling technique that meet certain criteria like easy accessibility, geographical proximity, availability at given time and/or the willingness to participate are included for the purpose of the study (Dörnyei, 2007; Etikan, Musa, Alkassim, & Statistics, 2016).
Data Collection
To collect data, validated questionnaires were used. The questionnaires consisted of Organizational Citizenship Behavior Scale (Philip M Podsakoff, MacKenzie, Moorman, & Fetter, 1990) and Organizational Justice Scale. The questionnaires were administered to 1,437 (279 leaders and 1,158 followers). The questionnaires were piloted before major data collection. Cronbach's alpha was calculated to determine reliability of the scales which were found above .70 having a strong alpha evidence for scale reliability (Hinkin, 1995) . The questionnaires also consisted a biographical section pertaining to personal information of the participants like age, gender, position were incorporated. With regard to age distribution of the respondents, it is evident that 27% (n=275) participants were of less than 30 years age; 39.7% (n=405) ; ages 31-35 years; 21.4% (n=218) ages 36-40 years; 7.9% (n=80) ages41-45 years; 2.6% (n=27) ages 46-50 years; 0.9% (n=9) ages 51-55 years; 05% (n-5) upper age limit of 56-60 years. No one, beyond the age of attaining 60 years, can be retained in service as per Government policy as shown in Table 3 .
Related to gender, of the total 1,019 respondents, majority of them 78.6% (n=801) were male while 21.4% (n=218) were female indicating that employment in higher education institutions is male dominated in spite fact that the Government provides equal opportunities in employment to both male and female as shown in Table 4 .
In order to get insight about the effect of demographic variables on OCB in Higher Education Institutions of Pakistan, oneway Analysis of Variance (ANNOVA) was carried out. Results of this analysis showed that age and gender are predictors of OCB. Table 6 indicate that there is no significant difference in all the five levels (except Sportsmanship) of OCB ( Altruism (F=.219, p>.1), Conscientiousness, (F=.001, p>.1), Courtesy (F=.021, p>.1), and Civic-Virtue (F=.306, p>.1) among the followers based on their gender while there was a slight significant difference in the mean of Sportsmanship (F=3.526 , p=.05) based on the gender of the participants. From which it may be inferred that gender as control variable is not a significant predictor concerning to cause variance in all the four levels of OCB. However, gender of the employees may cause variance Sportsmanship (third level of the OCB). This was a pioneering study in academic settings at HEIs in Pakistani context and would contribute to the literature of human resource management as well as to the literature of OJ. These findings may be useful for researchers, practitioners, and managers of HEIs. The results of this study provide new knowledge to policy makers of HEIs to know better implementation of the rules and regulations related to the four pillars of OJ. Based on the findings of this study, it is argued that practitioners need to implement and act upon the four dimensions of OJ while processing the cases of employees. Organizations in general and HEIs in particular may promote justice-based working environments to enhance OCB of the employees for better performance.
Results

Effect of Age on OCB & OJ
Effect of Gender on OCB and OJ
Findings concerning the significance of demographical variables: age, gender, with OCB and OJ in this research study were derived from the data of Higher Education Institutions of Khyber Pakhtunkhwa, Pakistan. Such study may be conducted on other organizations of the country to broaden the scope of the present research findings. It is worthwhile to mention that data for the current research study were collected from the employees of grade 17 and above only due to time constraints. In the future, the remaining portion of employees (grade 16 and below) from the HEIs may be included to cover the entire population of the respective institutions through appropriate methods of sampling. In addition, other behavioral and organizational variables are included in the same context in future studies to explore their link with the AL. 
Future Direction
Data for this research study were collected from the participants of different universities of Khyber Pakhtunkhwa, Pakistan. Since each university has its own academic and administrative structure, therefore, findings of this research study cannot be generalized to other universities of Pakistan. It is, therefore, recommended that future research may be conducted on other universities of the country to examine the relationship of demographic variables: age and gender with OCB and OJ to validate the existing research findings. Last but not least, this study used quantitative measures for data collection in which the respondents were restricted in responding to the given statements only and they did not have an option for alteration. It is recommended that future study may utilize qualitative measures.
